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Abstract 
In the paper we compare the motivation level of service sector employees in two neighbouring countries in the Central Europe 
(Slovakia and Austria). We assume, considering the differences in present living conditions in both countries that there are 
significant differences in the motivation level of service sector employees. Subjects of the research were comparable hotels 
situated at the foot of mountains in the mentioned countries and in the towns with similar level of tourism, infrastructure and 
regional development. A questionnaire with closed questions was used to analyse the motivation level. Socio-demographic and 
qualification characteristics of employees were explored in the first part of the questionnaire. Individual motivation factors were 
included in the second part. Through them we acquired general information relating to motivation. Respondents evaluated 
individual motivation factors by one of the five levels of importance. On the basis of sample sizes and their independence a two-
sample t- test was used to evaluate the significance and F-test was used to test the variances. The null hypothesis about the 
equality of individual motivation factors was tested at the significance level α = 0.05. Significant differences were determined in 
the motivation factors, i.e. the opportunity to apply one´s own ability, information about achieved performance results, moving 
up the corporate ladder, prestige, self-actualization, social benefits, mission of the company, education and personal growth, 
relation to the environment, recognition and basic salary. The result of the paper is the finding that despite the economic 
differences between countries the level of employee motivation of the studied subjects in Slovakia and in Austria is very similar. 
Therefore, the arrangement proposal for improvement in the area of employee motivation can be the same in both regions.  
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1. Introduction 
 
Work is a place where humans spend more than a third of their life. It offers them not only finances but also 
satisfaction. If people are expected to be successful and effective employees, they must be strongly motivated to 
work. Therefore, each organisation should pay attention especially to employee motivation. At the present time, in 
an era of the economic globalisation and European labour market transition, various analyses of enterprises from 
different points of view, e.g. geopolitical and economic, can be carried out (Kostiviarová, Sopková, 2009). General 
instructions on how to work with people, influence them and get along with them fail very often. Different factors 
and approaches that motivate employees can affect them in different ways. If we want to achieve great results when 
managing people, negotiating, or predicting the people’s reactions, we must think about differences among people 
and respect them Stachová, Stacho (2013). Therefore, it is very important for each person to put their mind to 
activity and work that motivate and inspire them and they can put a lot of effort in this area. Forasmuch as each 
individual is, in some way, unique and complicated, each organisation must understand what motivates employees 
most. Intrinsic motivation factors are specific for each individual and there are no general ones (Urbancová, 2012). 
That is why each person is, in some way unique, and responds to stimuli in a different way (Bolfíková et al., 2010). 
The aim of the paper is to review whether there are significant differences in the level of motivation of the 
service sector employees – of the hotels in two neighbouring countries in the Central Europe, specifically Slovakia 
and Austria. We assume, considering the differences in living standards in both countries that hotel employees will 
prefer different motivation factors (GDP per capita in Austria 29,115 €, GDP per capita in Slovakia 15,501€) 
The subjects of the research were the Hotel Franko and the Grand Hotel Kitzbühel. The Hotel Franko is one of 
the newly built hotels in Zvolen. The activity of this Hotel started in 2006. It is situated in the centre of the town. It 
offers accommodation, catering and wellness facilities. The Grand Hotel is situated in the centre of the mountain 
resort of Kitzbühel in North and East Tyrol. It was built in 1903 and restored in the1990s to its former glory. It 
offers accommodation, catering and wellness facilities as well. 
  
2. The Level of Employee Motivation in Slovakia ad in Austria 
 
The financial crisis started in the U.S.A. in the year 2008. It affected all economic areas of the European Union 
countries including the management of human resources (Pajtinková Bartáková & Gubíniová 2012). Many different 
ways of non-monetary rewards of employees like rebuilding of a team, educational activities within the organisation 
(Kucharčíková, 2014), training of employees, language courses, managerial and IT courses, professional courses or 
various outsourcing market tools can be used to overcome the difficult period of the crisis (Kampf, Bucháčková, 
2005; Potkány, 2008). The financial crisis hit also motivation, one of the most important areas affecting the job 
performance. Many enterprises, after the first phase of reducing the costs, started to analyse their downsizing efforts 
more carefully. Significant change in order of importance of the motivation factors can be seen among employees. 
However, it depends also on the level of the crisis in the specific period of time. Following our present findings of 
the level of the employee motivation in the enterprises in Slovakia (Hitka, Vacek, 2010; Stacho et al., 2013) we can 
state that 20 motivation factors from 30 studied motivation factors changed significantly (6,013 respondents). 
Employees, influenced by crisis and by unemployment increase, are willing to work in markedly worse financial and 
social conditions. Employees are also willing to tolerate considerably worse conditions in the area of relationships 
and career growth than before the crisis. The increase of the motivation level was seen in the following factors: job 
security, working hours, work environment and relationship with supervisor (Blašková % Grazulis, 2009). 
Mentioned motivation factors can be successfully applied in motivation programmes of organisations despite the 
crisis. 
On the other hand, according to (http://karriere-journal.monster.lu/beruf-recht/chef-kollegen/umfrage-
mai/article.aspx is the best motivation factor for 39 % of employees in Austria. Other motivation factors, important 
for Austrian employees, are especially emotional factors, i.e. good working atmosphere, job security, good 
relationship with the supervisor, work-life balance and recognition.  
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3. Material and Methodology 
 
Knowledge of different types of motivation and their implementation in the work process is one of the most 
essential conditions to improve performance and subsequently to achieve enterprise goals through other people. A 
questionnaire was used to determine the level of motivation and to analyse motivation factors in the studied 
enterprises. The questionnaire consisted of 30 closed questions (Hitka, 2009). It was created in a simple form to be 
understood by all employee categories of the enterprises. Socio-demographic and qualification characteristics of 
employees were searched in the first part of the questionnaire. Basic data about respondents related to their age, sex, 
seniority, completed education and job position were obtained in this part. The second part consisted of individual 
motivation factors through which information about work environment, working conditions, applied appraisal and 
reward system, about personnel management (Brodský, Myšková, 2010), health and social care system and system 
of employee benefits as well as information about employee satisfaction or dissatisfaction, value orientation, relation 
to work and the enterprise or co-workers’ relationship in the enterprise can be found out (Teplická, 2004). 
Motivation factors were in alphabetical order not to affect respondents’s decision. Respondents evaluated individual 
motivation factors by one of the five levels of importance from a pre-defined 5-point rating scale, 5 - the most 
important and 1 – unimportant (Tab.1). 
 
                      Table 1. Scale of the order of motivation factors according to their importance 
 
5 4 3 2 1 
Most important Very important Medium important Slightly important Unimportant 
                      Source: (Hitka, 2009, p. 149) 
 
Each motivation factor was marked by employees with one of the five types of importance for required as well 
as for current conditions. The required condition can be defined as an idea of employees how the motivation should 
look like, i.e. what would motivate them to increase their performance. The current condition represents the 
employees’ opinion on how they are satisfied with current motivation in the enterprise.  
Representative sampling unit consisted of 30 respondents (85% of employees) from Slovakia and 30 
respondents (60% of employees) from Austria. Questionnaire response rate was 100%. The questionnaires were 
evaluated using the programme STATISTICA 7. Descriptive statistics was used to describe the primary sampling 
unit. Statistical characteristics, which compressed information about studied primary sampling units into smaller 
number of numerical characteristics and made mutual comparison of sampling units easier, were computed for each 
motivation factor. Each motivation factor was described in summary by basic characteristics of size and variability 
of quantitative features – average x+ , standard deviations sx and coefficients of variation. Subsequently, the results 
were compared by inductive statistics. Besides simple comparison of descriptive characteristic values, considering 
the selected type of obtained data, testing the equality of averages and standard deviations of primary sampling units 
was carried out. The purpose of testing was to verify statistical significance of differences in averages and standard 
deviations of individual motivation factors in the studied hotels so that the fact that detected differences of 
descriptive characteristics at the selected level of significance D  were not caused only by the mistake made by 
representative sampling, was eliminated. Two-sample t-test was used to test the equality of averages of motivation 
factors. When calculating the t-test two cases depending upon the fact whether the variances of compared basic 
samples are equal or not  22212221 , VVVV z , or whether the studied attributes X1, X2 are dependent or not can 
occur so the test of equality of variances, i.e. F-test, had to be carried out at first. Following the results of F-test, the 
two-sample t-test for independent samples at the same or different variances was used. The null hypothesis vs. the 
alternative hypothesis was tested, they were as follows:  
2
2
2
10 : VV  H   vs.   22211 VV z:H  
H0: we suppose that the averages of studied motivation factors (required, real) in the Austrian enterprise are equal to 
the averages of studied motivation factors in the Slovak enterprise and at the same time we suppose that the 
difference between them, if any, is owing to the random variation of results  
H1: we suppose that the averages of studied motivation factors (required, real) in the Austrian enterprise are not 
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equal to the averages of studied motivation factors in the Slovak enterprise and at the same time we suppose that the 
difference between them, if any, is not caused only by the random variation of results  
The random variable t was used as a test criterion. The Student’s t distribution was as follows:  
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In the end of the test we compared t to tα/2; f, in a case of ftt ;2/Dd , H0 was accepted and the difference was not 
considered significant but in a case of ftt ;2/D! , H0 was rejected at the level of significance of α % and the 
alternative hypothesis H1was accepted.  
 
4. Results and Discussion 
 
Respondents in both hotels were mainly males. In the Grand Hotel it was 60%, i.e. 18 males and the rest of 
respondents – 40% were females, i.e. 12 females. In the Hotel Franko 53 % of respondents participating in the 
research were males, i.e. 16 and 47% of respondents, i.e.14, were females. Regarding the age the main part of 
employees belonged to the group under the age of 30. In the Grand Hotel the number of employees under 30 was 12, 
i.e. 40%. In the Hotel Franko 57% of employees, i.e. 17, were under 30. The second most numerous group of 
employees in both hotels consisted of employees aged from 31 to 40 years. In the Grand Hotel it was 30%, i.e. 9 and 
in the Hotel Franko the number of employees of the mentioned group was 13, i.e. 43 %. 17% of employees (5 
employees) of the Grand Hotel belonged to the age group 50 and up. 4 employees, i.e. 13% represented the less 
numerous age group from 41 to 50 years.  
Regarding the completed education the employees with completed upper secondary education represented the 
largest group of employees. Specifically, 57% of employees of the Grand Hotel, it means 17 employees got upper 
secondary education. In the Hotel Franko 24 respondents, i.e. 80%, got mentioned education. In both hotels there 
were 5 employees with completed higher education. 7 employees of the Grand Hotel got lower secondary education. 
The least numerous group of employees of the Grand Hotel consisted of 1 employee with completed basic 
education. In the Hotel Franko the least numerous group of employees consisted of 1 employee with completed 
lower secondary education. 
33% of employees, i.e. 10 employees of the Grand Hotel have been working in this hotel for 4-6 years. 27 % 
respondents, i.e. 8 employees have been working in the Grand Hotel for less than 1 year. 5 employees have been 
employed in the Grand Hotel for 10 and more years. The rest of the staff, 4 of them, have been working in this hotel 
for 7-9 years and 4 of them 1-3 years. In the Hotel Franko the largest group consisted of employees that have been 
working in the hotel for 1-3 years. It was 47%, i.e.14 employees of the hotel. 40%, i.e. 12 employees, have been 
working in the hotel for less than 1 year. The rest of staff, i.e. 4 employees, have been working in this hotel for 4-6 
years.  
When evaluating the questionnaires using t-test (Tab. 2) we tested averages and we found out significant 
differences in motivation factors: the opportunity to apply one´s own ability, information about achieved 
performance results, moving up the corporate ladder, prestige, self-actualization, social benefits, mission of the 
company, education and personal growth, relation to the environment, recognition and basic salary. 
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When evaluating the questionnaires using F-test – we tested variances, i.e. data homogeneity. Significant 
differences were determined in motivation factors: atmosphere in the workplace, job security, fair appraisal system 
of an employee, recognition and basic salary. 
The hotel provides services at the required level and in the required quality. The most important segment of the 
hotel services is employees who are in direct contact with guests. Therefore, they can affect the success of the hotel 
as a whole. For that reason it is very important to know what motivates employees most. The higher the employee 
motivation is, the higher the performance of employees is. We determined following preferences for motivation 
factors when analysing employee motivation concerning employees in Slovakia and Austria: 
Fair appraisal system is considered the most important motivation factor by employees of both hotels. Employee 
performance evaluation is one of the essential activities when managing human resources (Vetráková et al., 2011). 
The objective of employee performance evaluation is to assess the extent to which the employee fulfils work 
requirements. Employees must feel that they are treated equally and honestly and the performance appraisal system 
is fair and accurate. The second most preferred motivation factor in both hotels was the atmosphere in the 
workplace, forasmuch as mental comfort influences the employee performance in many respects. 
The third most preferred motivation factor of the staff in the Hotel Franko, regarding current economic situation 
and unemployment rate in Zvolen, was job security. Direct supervisor and their approach to people, way of 
communication, tolerance, loyalty, fairness, understanding the obstacles and difficulties at work play an important 
role in motivation process. The third most preferred motivation factor of the staff in the Grand Hotel in Austria was 
supervisor’s approach. Mentioned motivation factor was ranked the fourth by the staff of the Hotel Franko. Most 
employees of the Grand Hotel are foreigners seeking employment abroad because of higher income and better living 
conditions; that is why monetary rewards are one of the most preferred by them and were ranked the fourth. The 
fifth most preferred motivation factor for the staff of the Grand Hotel was represented by the job security. This fact 
can be seen as important as many hotels in Tyrol offer their employees only seasonal jobs but the Grand Hotel offers 
permanent jobs.  
The fifth most preferred motivation factor for the staff of the Hotel Franko was good work team. It is necessary to 
mention the fact that good relationship within the work team can affect the employee performance in a very positive 
way.  
According to the order of preferences we can state that requirements and motivation of employees in Slovakia 
and in Austria are almost the same, there are only small variances. Significant differences result from different 
living standards in each country. Despite the territorial differences motivation programme proposed for both groups 
of employees can be very similar.  
 
       Table 2. Reviewing of significant dependence 
 
  Mean Mean t-value  p Std.Dev. Std.Dev. F-ratio p 
  A SK   A SK Variances Variances 
Atmosphere in the workplace 4.70 4.50 1.26 0.21 0.466 0.731 2.460 0.018 
Good work team 4.50 4.40 0.59 0.55 0.630 0.675 1.148 0.713 
Further financial reward 4.17 4.10 0.30 0.76 0.834 0.885 1.126 0.752 
Physical effort at work 3.53 3.43 0.39 0.69 0.973 0.971 1.004 0.992 
Job security 4.60 4.50 0.59 0.55 0.498 0.777 2.431 0.020 
Communication in the workplace 4.23 4.10 0.65 0.51 0.774 0.803 1.077 0.843 
Name of the company 3.83 3.53 1.57 0.12 0.747 0.730 1.045 0.906 
Opportunity to apply one’s own ability 4.20 3.70 2.56 0.01 0.714 0.794 1.236 0.571 
Workload and type of work 4.23 4.13 0.57 0.57 0.728 0.629 1.340 0.435 
Information about performance result 3.93 3.07 3.15 0.00 0.907 1.202 1.754 0.136 
Working time 4.20 4.10 0.56 0.57 0.664 0.712 1.148 0.712 
Work environment 4.23 4.00 1.23 0.22 0.728 0.743 1.041 0.914 
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Job performance 4.07 3.77 1.49 0.14 0.740 0.817 1.221 0.595 
Moving up corporate ladder 4.13 3.67 2.12 0.03 0.819 0.884 1.164 0.685 
Competences 3.70 3.43 1.25 0.21 0.915 0.728 1.581 0.223 
Prestige 3.80 3.27 2.21 0.03 1.031 0.828 1.550 0.244 
Supervisor’s approach 4.67 4.50 1.22 0.22 0.479 0.572 1.425 0.346 
Individual decision making 3.87 3.47 1.84 0.07 0.860 0.819 1.103 0.794 
Self-actualization 4.07 3.60 2.26 0.02 0.785 0.814 1.075 0.848 
Social benefits 4.27 3.83 2.07 0.04 0.740 0.874 1.397 0.373 
Fair appraisal system 4.80 4.57 1.62 0.11 0.407 0.679 2.785 0.007 
Stress (limitation of stress) 3.70 3.87 -0.62 0.54 1.055 1.042 1.026 0.944 
Mental effort 3.70 3.47 0.84 0.40 1.119 1.042 1.154 0.703 
Mission of the company 3.97 3.37 2.80 0.00 0.765 0.890 1.354 0.420 
Region’s development 4.23 3.07 5.01 0.00 0.935 0.868 1.160 0.692 
Education and personal growth 4.23 3.23 4.41 0.00 0.774 0.971 1.576 0.227 
Relation to the environment 4.30 3.47 4.11 0.00 0.651 0.900 1.908 0.087 
Free time 3.53 3.13 1.65 0.10 0.973 0.900 1.170 0.675 
Recognition 4.60 4.20 2.41 0.02 0.498 0.761 2.333 0.026 
Basic salary 4.63 4.07 3.23 0.00 0.490 0.828 2.852 0.006 
         Source: own data processing 
 
                                  
                                     Table 3. Rating scale of the order of motivation factors according to their importance 
 Grand Hotel Kitzbühel  Hotel Franko 
1 Fair appraisal system 1 Fair appraisal system 
2 Atmosphere in the workplace 2 Atmosphere in the workplace 
3 Supervisor’s approach 3 Job security 
4 Basic salary 4 Supervisor’s approach 
5 Job security 5 Good work team 
                                    Source: own data processing  
 
5. Conclusion 
 
Motivation should be an active process in each society. The aim of the paper was to compare the level of 
motivation in the service sector enterprises in Slovakia and Austria, namely in the Hotel Franko in Zvolen and in the 
Grand Hotel in Kizbühel. The hotel industry, as a part of travel trade is one of the labour intensive industries in 
which labour cannot be removed by any advances in technology. This shows that the role of employees in the hotel 
industry is as important as the role of customers. Therefore, each hotel should create a tailored motivation 
programme for their employees to support the achievement of required performance. It is necessary to be familiar 
with motivation factors affecting the staff performance most. In the paper we determined whether there are 
differences in motivation preferences of employees in Slovakia and in Austria. 
We determined the importance of individual motivation factors using the questionnaires. Significant differences 
were determined in following motivation factors: the opportunity to apply one´s own ability, information about 
achieved performance results, moving up the corporate ladder, prestige, self-actualization, social benefits, mission of 
the company, region’s development, education and personal growth, relation to the environment, recognition and the 
basic salary. 
We drew conclusions that despite the territorial differences required condition of employee motivation in 
Slovakia and in Austria was almost the same and whereupon the arrangement proposal for improvement in the area 
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of employee motivation was the same in both regions. Salary consisting of multiple components belongs to the 
mentioned proposals for improvement, whereby the base salary is the main component of guaranteed pay and fringe 
benefits are the second component of employee compensation. Increasing motivation in the hotels can also be 
achieved by extended benefits offered to employees. A powerful idea how to motivate employees is to praise them 
for achieving specific goals. Creating a total education programme for individual groups of employees can help 
hotels keep and support workplaces and also provide continuous professional quality improvement. Personal 
performance evaluation is a way of improving the cooperation and relationships in the workplace. Opportunity for 
career and personal growth is another essential motivation factor for employees. Moreover, team building activities 
for employee motivation can be used to improve atmosphere in the workplace and the team performance. 
When comparing required and current conditions of motivation in the Grand Hotel in Kitzbühel we can state that 
some motivation factors deviate markedly from the required motivation. No motivation factors in the Hotel Franko 
meet the requirements in fact. 
Both hotels should be familiar with factors that motivate their employees and should create conditions according 
to employee requirements because employee satisfaction is an essential key to building a successful enterprise.  
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